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1. QUESTION: Please provide the names of the unions/collective bargaining units which represent the City’s 
employees. 
Answer: Teamsters represent our Public Works and Building & Code Enforcement employees. IBEW represents 
our electric utility employees. Metropolitan Alliance of Police #27 represents our police officers. Metropolitan 
Alliance of Police #28 represents our police sergeants. International Association of Firefighters represents our 
firefighters/lieutenants/Captains. 
 
 

2. QUESTION: Does the City have a budget in mind for this study that it can share with us?  
Answer: $25,000. 
 
 

3. QUESTION: Is there a tentative start date for the work?  
Answer: Before May 1, 2019. 
 
 

4. QUESTION: Stated in the Background section of the Scope of Work is that job descriptions have been developed 
but have not been reviewed by outside experts since 2002. Will all job descriptions be up to date in preparation 
for this project or will updating job descriptions be included as an expectation of this project?  
Answer: Job descriptions are and will be up to date. Updating job descriptions will not be included as an 
expectation of this project. 
 
 

5. QUESTION: Is there an expectation to define a succession plan, which typically includes skill level of the 
incumbent?  
Answer: Succession planning is ongoing in each department with HR’s assistance. The Workforce Development 
Plan is expected to be used as a tool for ongoing succession planning in each department. This project does not 
include developing succession plans for specific departments or positions. 
 
QUESTION: Exhibit B states that an analysis has been conducted on some level a few years back, can we view a 
sample of the analysis conducted?  
Answer: Over the years (prior to the current HR Director), HR staff has worked with certain departments to do 
some succession planning. This information can be made available to the successful firm. 
 
QUESTION: Which departments was the focus of the analysis? And what was the outcome of the analysis and 
planning?   
Answer: Community & Economic Development and Public Works. Police and Fire Departments have inherent, 
ongoing succession planning because of their promotional testing process established under state law. Much of 
the succession planning done for all four of these departments has been implemented. 
 
 

6. QUESTION: Is workforce planning, i.e., staffing levels, number of FTE’s per role and/or staffing analysis an 
expectation of this project?  
Answer: Under Objective II D, the RFP asks that the firm develop an implementation plan to close the KSA gap. It 
is expected that as part of this implementation plan, general recommendations for workforce planning would be 



 

Response to Questions 

Workforce Development Plan   #1008 

 
included. For example, this implementation plan may include a recommendation on whether or not to conduct a 
staffing analysis.  
 
 

7. QUESTION: You mention the target presentation date to be August 19, 2019. What is the reasoning or 
motivation behind this deadline?   
Answer: This is a reasonable amount of time to allot for this project if City Council approves the contract by the 
end of mid to late March. August 19, 2019 is a City Council Committee of the Whole meeting for Government 
Operations. The City is open to moving the completion of the project and presentation to City Council to a later 
date. 


